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) The American Assocxatlon of School ‘Administrators-be-
Tlieves-that school -adiministrators must -be guaranteed reason-
able professional:and-persornial rlghts in.order to-fulfill- com-
‘petently-the vital’ task of administering the-nation’s schools. e

The AASA Platform requires the Association and its
members-to work- dxllgently to: establish-and-maintain_quality L
eduicationt- prograiis in: the-schools of America. To do that, the -
~ Association-believes that, amorig other-things, school. adminis-
‘trators:must secure “salaries and: working conditions commen-
surate with- respon51bllmes t0 -attract and retain-a. competent
staff.” -

The 1975. Delegate Assembly adopted | the followmg res-
olution: *‘Administrative Dismissal—AASA shall reactivate
_the National Comnission on Admmlstrator Relatlonshxps and
~shall -take: other appropriate action to-guarantee due- proces.,
and-employment rights-of school-administrators,”

And, Goal 4 of the official Goals-and- Sub- Goals adopted
‘by-the AASA Executive ‘Committee states:

“4, To:Attain Professxonal and Economic Well-Bemg for
~ Members:

- Sub-Gols: ‘ ' ' L
' To- protect professxonal rights .and- respons1bﬂ- ’
- ities.. ..

In this- booklct, AASA Legal Adviser Thomas A. Shan-

non, Deputy Supétintendent, San- Diego City Schools,’ has out-

lined-an Administrator’s Bill'of Rights. Thxs booklet- does not
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represent any official policy -position of AASA. It does, how-
ever, offer a 10-point Bill of Rights-covering members_of the
administrative profession.

AASA believes that the-atticles enumerated in this Bill of

Rights should be put into practice. The achievement-of these -

rights will create for administrators a secure job-environment.
Only in such an environinent can the administrator devise and
implemeni the best possible-learning situation for the millions
of young citizens attending the schools.

.4

Paul B. Salmon
Executive Director
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In June, 1972, the United States Constitution-was incor-
porated into the -employment contractual relationship- of

teachers and the-public educational-institutions-which-employ

“them. That was the month in whxch the ‘Unitéd States Su-
preme Court. decided. the- Roth and-Sinderman: cases. In those

__cases, -the nation’s ngh Court-outlined- the circumstances-in-

which the ‘‘due_process” clause-of the- Fourteenth Amendment
requires that a teacher proposed for dismissal is éntitled to
some form-of-notice and hearing prior to.dismissal:by a- pubhc

uvaersnty,fev,en in-states-where no-teacher-tenure statute is-in-

effect.

The Roth and Sinderman cases -gave rise to an: mqu iry
which persists today: Under what circumstances, if any, is-a
school administrator entitled. to notice and hearing-prior- to
dismissal? Tn-what way, if-any, is Constitutional “due- process”
mtegrated into-a'school administrator’s: employment contraci?
To answer these questions, it is necessary first-to éxaminé the
‘unique position of-the school administrator and- employment
felationships-with-a school district. Then, sich posmon -and
relatlonshxp must .be-compared to that of a.teacher td-deter-
mine whether thereis sufficient similarity to.warrant the appli-
cation of the constitutional principles enunciated in -Roth-and’
Sinderman to a- proposed. demotion or- dismissal of theschool
administrator. vl

The- umque -position of the school- admmxstrator in the

operation of a:s¢hool district was percéptively described. in.a-
1973 decision of thé California-Court-of Appeal. The- plamtlff'
was a dean of students in.a California ‘high school who-was-in-
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formed. that he was being reassigned. for the ensuing school

year to -classroom teaching because, generally, the district

superintendeént had lost. confidence in him and .the working -
relationship-between them had- deteriorated. The Board of
“Education afforded -the dean a hearing and approved the de-
‘motion. The dean sued: In its opinion, the Court of Appeal

held that:a-school administrator
.. . attains:no tenure-in-his status-as such. He serves as an
administrator -at the pleasure of the appointing -power.
~ ‘Nothing i the statutes- (of -California) : . . Tlimits the
authority of the appointing-power to remove an admin-
istrator for any reason satisfactory. to that appointing
power... ) . )

:Observing-that:the Législature -and the courts-treat-school ad-
‘ministrators-different from school:teachers,-the Court-said:

The distinction is-not without reason. ‘Certification, as-a-
classroom -teacher- and -permanent status as such come
after proof of teaching. capacity; that status does-not call
for day-to-day-cooperatior. in-a wide variety. of adminis-
trative decisions, often dealing with-novel situations. But
asecorid or third level-administrator bears to his superiors
a relationship of the most intimate nature, requiring com-
plete-trust by-the top-administrators ini‘the judgment:-and
cooperative nature-of the subordinate. The- loss of ‘that
trust-is-not a-matter.suscéptible of proof-such-as-involved
in ‘the cases ‘where a: classroom ‘teacher i dismissed" or
-demoteéd-for .objective acts.of misconduct. To-introduce
into. the administrative structure the, elements of -dis-
-charge for “cause” and. of formal hearing would be to
make effective school .administration-impossible.

The employment rel}gtibhs,hipfbetween:a:schobl administrator
and a-district is strictly contractual-in nature. All-the-job secu-
rity-a school administrator has-is in'the employment-contract,
-and the state laws and local school board regulations which-are
incorporated-in the.employment contract by reference. Except
in isolated. cases, there are no statutes, school board-regulations
gr city/county charter provisions granting “tenure” to admin-
istrators independent of the employiment contract. But, this

T R L N R R L LTI




does-not-alter the fact that-the United: States-Constitution ap-
2= 7 plies-equally to all persons.

- Under the Roth and Smderman cases, certain “liberty”
and- “property” rights held by teachers-were identified under
i the Constitution. The riation’s Supreme:Court said that

: . . . where a person’s good name, reputation, -hofior or
- integrity is at stake because of what the government is

" doing-to him, notice and-an- opport,umty to be heard are
... -~ essential.

e

The Court held that- where these elements: are: in-dispute i ina
dxsmlssal or-demotion ituation, .

. due. process would accord an opportunity to refute the
charge

opportunities, the courts will 1mply,a,‘fdue process” require-
ment for a hearing because

And, finally, if a primary-or dominant reason for-not rénewing
which falls within. the-ambit of the First Amendment “free

: required by the “due process” -clause of -the Fourteenth:
& Amendment. ' -

“

Moreover, since a-dismissal brings a stigma-or other disability-
that forecloses freedom to tuke advantage of other- employment_

. . to-be deprived not only-of present government em-
N ployment but of future :opportunity for it is of no small
injury.

a teachei’s contract of employment is -based on a real claim-

speech” clause of-the United: States Constitution,-a‘hearing is-

Thomas A. Shannon ‘

v Fy0
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Administrator

Dismissal:
Three Options

{

In the areas of a right to-maintain a good reputation, a

stigma against future employment, and the exercise of “free
speech” rights, there would seem to be no rational reason-why
school administrators should be treated differently from teach-
ers, at least as to the threshold question of whether or not a
hearing on dismissal or demotion should be held. In fact, the
United States Supreme Court refused to review a federal Cir-
cuit Court of Appeals decision which held-that a school admin-
istrator is constitutionally entitled to notice and impartial
‘hearing-on 2 dismissal based' upon allegations affecting “lib-
erty’” and “property” rights. The Court said that a school
administrator

-

... is deprived of “liberty” if the state dimages his stand-
ing in-the community by charging him with an unsavory

! _ . < 9, R R s 3
character trait such as dishonesty or-immorality. (In this=®?--"

case) Plaintiff's complaint alleges facts showing an-attack
by defendants (school board members)-submitted to jus-
tify his-dismissal accused him-of misrepresentations, sup-
plying false information, and withholding important in-

formation. In'such a case, due process mnust provide notice

and an opportunity to refute such charges.

~

The Court also said that plaintiff-superintendent’s complaint
alleged-facts showing a deprivation of “property” because the
contract of employment was still in effect at the time of the
dismissal.

_{t is important to note that a clear line must be drawn

) ) 9
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between the situation where a school administrator is- demoted
or disinissed-during the operative term-of the contract, on the
one-hand,.and where the employment contract is not renewed
.at'lthc completion of-its term,-on the other hand.

In the first case, all the principles of contract law apply and.
the judicial.inquiry in a lawsuit brought by the:school admin-
istrator is-directed toward the -issue of whether or -not there
-was sufficient evidence-to svarrant breaking the contract-by the-
school- district. Thie-courts will not tolerate ‘breaking of con:
tracts- for light, frivolous-and non-objective reasons. The ‘bur-
den:of proof is-on the district-and-itis a heavy one. W hén-the
-employment contract runs-out,'the courts- examine-the ques-
tion of whether or not the original employment contract,
stattite, school board regulation-or city/county -charter pro-
vision provides a basis of expectation- that the employment
contract will -be renewed ‘to persuade the court ‘to order -the
unwilling school-board to renew the-contract.

) It-must be-emphasized-that the right to notice and-hear-
ing prior to dismissil, or demotion, -is not a- job- guarantee:
Rather, it is a protection against unreasonable, arbitrary and
capricious: demotion or-dismissal. It ‘will not protect against
sanctions for incompetency, imnorality, uncooperativeneéss
and oiher valid grounds for terminating an administrator’s.
-employment -contract. It will only facilitate determining
whetheér or not such grounds .actually -exist. Also, this right
does not mean that-the same grounds-for demotion or-dismissal
of-a teacher will-apply in-the case-of the school -administrator:
‘And, this right to notice'and hearing' may not exist‘in all-cases
at law, notably the non-renewal- of employment contract,

7 'Undér’;he:presqntisgatg'zpfzthe:lgifr,,a school:administrator
whose- employment contract is-not renewed. has virtually no
recourse. Notwithstanding the-émotional proprietary interest
in_the job or deep feelings of resentment-at having beén-dealt
with “unfairly,” the administrator is out ofa:job. The chances
of convincing a_court to-order an unvilling school -board :to.
reinstate the administrator are virtually nil.

_But, such-is.not the case whén there-is an attempt to demote
or-dismiss a school administrator. during the-operative-term of.
the contract of-employment. In:thatsituation, the-administra-

«
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torvhaszthr‘ec options:
1. Fight to retain the pusition;
2. Resign and accept a lesser position in the district;
- and, ‘ .
3. Resign and-leave the district to seck-other employ-
ment.

1. Fight to retain the position. This decision must be
made in-light of all-of the facts, including (a) the-impact upon
orderly govérniance and'administration of the-educational pro-
gram- of the district; -(b) -the effect a “fight” may have '——upoh
one’s-own.health- and-family; (c)- the -possibility-that-rumnors,
-exaggcrations- of fact and blatant lies may redound to-one’s
long-range-detriment; (d) recognition: that-school-administra-

tors historically have not -been too:successful. in- winning.such.

Qisputcs; and. () recognition that even without grounds -for
dismissal or demotion, one can still be*frozen out” of a job by

reassigning duties:and responsibilities-to others-or be “waited

out” :of a job bysimply permittingthe ‘term of the employ-
ment contract to-términate-without renewal.

Of _course, -this “litany of hor’ribl'és’?fdoesn—’g necessarily:

mean. that.a. schbol':aglr’flinis;fatbri’sh’ould never ‘f_ﬁgrht"; to-re-
tain ‘his..or ‘her position. It -only .means ‘the administrator

should: be completely aware of-all -of the '.p'qfcrigial Aprof)l‘eg‘]s:
which such-a-decision.entails. Only.a realistic appraisal .of:the-

.chances for success-and the-possible consequences-of a “fight”

will-Tead-to -the right decision- in each ‘individual case. Legal

g:ouns,eléii@:necess_a'ry in-this appraisal, as is:advice-from-the pro-
fessional association.

2. Resign-and accept-a lesser position-in:the district. This
<option depends toa: great.exg_‘c_nt:on‘ghernaturgﬂ,of. the dispute

and whether -or not ‘the —sgﬁtﬁ‘ol‘ administrator. could function.
satisfactorily-in-the new job-in light of the dispute. Generally;

-a school-administrator who has performed unsatisfactorily in.a
'pos,igjphzsho;ild”béfCQnsidcrecl:foy a‘lesser position within-the

(l/istrgct,a,é;ajﬁrsjt;al,terna;iv{;*_t(j outright dismissal, if the schoo}:
-administfator is-qualified for a-lesser position;. the lesser .posi-
y tion-exists, .and-the -educational -program of the district will

‘benefit. If the 1ess7posi;i0nisaﬁadministrati\‘/e one, the in-
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terests of the district in maintaining its leadership training

program.and ‘the interests of new administrators and teachers
aspiring to be administrators in moving upwards should be
balanced against the interests of the demoted administrator
who has had a chance and failed, at least in the eyes of current
supervisors. The basic test for such consideration is still the
administrative trilogy of confidence, cooperation and profes-
sional competence.

3. Resign -and leave the district to seek other employ-
ment. A contractual money settlement, measured in terms of
thesperiod remaining in- the-employment contract, should be
‘made. This effort almost always:requires the assistance-of legal
counsel.

Superintendents represent a special class of persons set-
tling employment contract disputes. They cannot rely on_ pro-
fessional constraints, or pressures on their-superiors, as middle
management school administrators may. School board mem
bers generally are not members of the school administrator
profession-and cannot be-expected to be as sensitive professxon
ally as a superintendent to dismissing-or-demoting a co-admin-
istrator. Furthermore, the: relatlonshxp between asupermtend
ent and the school board is so delicate and intimate that
without mutual trust and confidence, nei*her the school board
nor the supermtendent can perform their function, regardless
‘of who is at “fault” in the dispute. Consequently, when- the
relationship appears permanently damaged, the superintend
ent can hope to hang on-until a new election of school board
members, take a lesser position, or clear out of the district
altogether.

‘Substantially the.same factors-must be taken into account
by the superintendent as in the case of the co-administrator,

except that the superintendent usually has.a formal, written-

contract effective for a specific term of years. If the superin-
tendent decides to leave the -district at the pressure -of the
school:board, and the contract is still-in effect and has not run
its course, the superintendent has some bargammg power left
to-extract him or herself from the position in-a-way that cush-
ions the impact of-the removal upon family and friends so-the
supermtendent should have advice -of legal counsel and en-

deavor to “settle’ the dispute by having the school board “buy

12
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t” the contract. A clear-understanding must be attained
with legal counsel on legal fees priot to the commencement
" of negotiations. Generally, it is better for the school adminis-
trator to enter into an agreement with legal counsel to pay the
fee on ar hourly-schedule basis rather than on a contingency
fee basis. The final decision, however, depends on each par-
ticular case.

The-only job protecnon a superintendent has is "the con-
tract. Ideal{ the best protection of any professional person is
—professnonal competence. Bug, the close relationship of a super-
mtenden; -and school board is such that an impression of com-
petency is sometimes more- significant than true-competency.

. Thatis, ;the perception of the superintendent’s personal and
professional qL'lhﬁcatlons held by a school board may be more
significant for a-superintendent in- losing -a position than- his
or-her real worth. In short, the-school board, in evaluating the

. superintendent, can be “dead wrong.” :

Additionally, most superintendents (like-school adniinis-
trators-generally) have not been able, in the course of carrying
out their enormous professional responsibilities, to- buiid a
personal estate. When one considers that to leave a.superin-

ndency invariably entails leaving the commumty, the act-of
xcing an- employment contract not only amounts to the-
perfeclly valid- exercise of an important right but also re-
dounds,toa, vhelpful personal benefit to the superintendent and”
school- admlmstrators generally:

There are-many ways that an employment contract “buy-
out” is consummated. In some states, a straight purchase by
the school board of the remaining terin-of the contract is per-
‘mitted and beyond successful legal challenge. In other states,
certain-techniques must be applied, such as the supplemental
-consultant’s contract, where the superintendent resigns but is
retained for the remainder of the old superintendent’s contract
. term as-a consultant under a new consultant’s contract.

.

In negotiating these employment contract settlements, it
is important to mclude all fringe benefits in the discussions.
Health and disability plans, retirement -contributions, accu-
-mulated sick leave days, etc., are valuable items which- should |
not be sloughed. Any-settlement contract mnust be approved in ‘
writing by the attorney for the school board and formally ap-
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proved by the school board in a public meeting. A jointly
¢ veloped press release should be given to the media at the
time the < nt agrecment is approved by the school
board in | ¢ceting. No unilateral pruss releases should
be given by-.ae school board. This is extremely important for
the long-term professional future of the superintendent.

The state of the law governing the employment relation-
ship of school administrators today dramatically suggests that
the development of a Bill of Rights for school administrators
is a necessity. The pressures generated by financing schools in
inflationary times, realigning the administrative and teaching
staffs in a period of declining enrollment, working with ir-
creasingly militant and powerful teacher organizations, and
serving school boards that necessarily are politically-oriented,

. combine together to call dramatically for such a Bill of Rights
. lest-the profession of school administration be left in the dust.

»
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‘NY BILL OF RIGHTS for school’ administrators
.must contain some provision for fair and reason-
4. R able job security, not only during the term. of the
.contract ‘but also at its renewal’ In a sense, it is a “mini-ten-
ure,” if-one accepts the concept that tenure, expressed in a
simple mathematical formula, equals grounds on which a dis-
missal or demotion may be based plus some form of hearing to
determine whether or not such-grounds in fact exist, But, it
should be developed-in light of the unique position and-func-
tion of the school administrator. The grounds for demotion,
dismissal or non-renewal certainly should be different from
those -applying-to teachers. But they should be articulated in
the-employment contract. Notice-and opportunity for a-hear-
ing in a demotion, dismissal or non-renewal of -contract form

Rights. i} .

Like the first ten Amendments to the “‘United. States-Con-
stitution.-in relation to government as a whols, ‘the-school ad-
ministrator’s Bill of Rights should. serve ‘to secure ‘better-the
basic expectations the -people of our nation hold for their
public schools. Its primary emphasis should be- on -the im-
provement of public education. This goal is attained by mak-
ing the professional leadership of .our public schools more
qualified ‘through clarifying their rights and correlative re-
sponsibilities. While-the schoél administrator’s Bill of Rights
certainly affects administrators’ job security, it also enables
school administrators to enhance their professional perform-

15 17
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ance and theréby improve the educational program of their

'communxtie's.

- . “The administrator’s: Bill of Rights. is- comprlsed Qf ten

. distinct, but sometifies-overlapping and- interrelated,. rights..’

‘ Their dévelopment depends more upon the profession of
school.adiministration. than the state of present Taw- -governing
the -employment -contractual’ relatlonshxp of school adminis-
‘trators and-school. districts. To make the school administrator's
Bill-of Rights-work, -it must be. agreed to-by-all'levels ofy the

: :professwn. And, it must ‘be respectéd'by school boards.

[
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The right to a specific .and complete wntten
[ description -of the professzonal duties and: fe:
* sponsibilities-expected to-be fulﬁlléd -

Any :school administrator w1th any expenence in per-
sonrel admmlstratlon will recognize the need for adequate
writen _]Ob descriptions- for:school- employees, Unfortunately, ‘
as:one goes up theadministrative ladder-in school digfricts, the.
_]Ob descrlptxons become increasingly vaguear and general “Theré
is aneed, in school district-administration, to’ be more‘spec:ﬁc
in artlculatmg job- expectatxoniﬁppropnate attenition-also
-must be-paid -tk > 1nherently mtanglble aspects- of -the- uChOOli L
administrator’s function. Thls is-important if the school-ad:
‘ministrator’s, full professxonal performance is to be Judged,

77;—_~--——~w~'faxrly~and adequately . S

.

‘ T4
n . . . St
. B3

The right-to a-full’ and. zmpartxal evaluatzon of N
professzonal performaice -on- aaregular arid-con-
tznumg basis. : ) ‘

Faif -and- impartial.-evaluation-of all:aspects- ‘of: perform-
ance.of a schaol administrator is the key to-sound administra-
tion. It assists-in-the: identification:of* leaders on:a. d1str1ct-w1de
basis. ' '

18 . 1»?




- The right to constructive counseling on a-regu-
4 lar and continuing basis to upgrade perform-
ance.

This is a follow-iip element of good evaluation. Its-effect
is-to-improve district administration-and-boost morale of the
school administrative staff. It leads to more job-ztisfaction-and
significantly humanizes the entire professional evaluation
process.

-~

' The right to pdrticipate in an administrative
staff “‘in-service” ggainjng program to- improve

T professional performance in-the present posi-
tion and:establish-a basis for increased responsi-
bilities in the future.

Administrative staff training is-one of -the top. priorities
.of the:superintendent. It is-an. area-that is ideally suited for
joint development by district central staff, the local adminis-
trators’ association and local: colléges of -education. In these
times of declining enrollments. and- dwindling promotional
opportunities, it should emphasize improving the capacity of
the school administrator-to better pexrform present jobs'so:that
the fulfillment of continued professional- growth, -even i the
absence of fast promotion, can be highly satisfying. In light
of “affirmative action” programs, cffective “in-service” train-

ingprograms-has-assumed-a new-importance. But the program

must ibe:guﬁiciently ‘flexible so-as not to force a:milifary;like
“lock-step" approach to eligibility for promotional opportuni-
ties: ‘ ‘

The right to be furnished a-list of reasons when-

Y dismissal, demotion or non-reemployment is
- proposed. h

S

This? is fundamental to even a rudimentary system of
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“due process”’ for school administrators. It not only serves
to inform the school administrator of shortcomings so they
can-Le dealt with rationally, either in the administrator’s own
defense or-asa guide for future self-improvement, but also to
bear witness to other members of the administrative staff that
the demotion or dismissal action is not being taken for frivo- .
lous or arbitrary reasons. It is-the only intelligent and even-
handed way to-deal with fellow professionals in view of the
unique and delicate relationship of trust, confidence and co-
opcration that must exist among an admlmstratlve staff to
supplement technical competence.

The right to-a fair, but private hearing before
the school-board-prior-to dismissal, demotion or
non-reemployment.

The school board is -the -policy-setting, governing board
of a district. It is the employmg agency and has ultimate
authority to hire and fire. It is only natural that a -person
whose -professional future is at stake should have the oppor-
tunity to talk to the ultimate employment aiuhority of -the

district to “tell his or her.side of the story.” But, a hearing
before the school board should be iaccordance with- clearly

defined procedures to prevent a fair fact-finding and. mature

decision-making session from being turned into a namé-calling
branmgan And, if the school administrator proposed for de-
motion or dismissal has counsel, the supermtendent also should
have counsel. Generally, the hearing should be in closed ex-
ecutive session of the school board.

The right to a private review by the professional
school administrator association of all the facts
and judgments resulting in a proposal to de-
mote,-dismiss or not to renew employment.

School administrator associations-are professional organi-
zations and not “appropriate bargaining units” in the lexicon-
of labor relations. The emphasis in-the professional approach
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. is:service set within a framework:that.émphasizes professional
_omimonality:more than.issues that separate the members of
ithe-district’s: management teain according. to: levels.‘of -ad-
_ministrative.responsibilities. Ini order: to maintain-the-viability
. of 'thiis. approach, each member of the profession must be
- avilling to -permit ‘professional -actions.to-be scriitinized: by,
' repregentatives:of.the’ profession. The least it -will-do.is;pro-
vide assurances.to astaff that the-district léadership: is: open-
and-confident of-its ¢onvictions; -the'most it will do.is correct
* . an/injustice through:advice:and-counsél -from-a. unique-pér-
- -Spective. B Y

. The rightto adequate conpensation for provid-
() ing:the socially important, complex-and-léarned.
7 professional:services. f S

§
There.isd trend; 'espééially:ixgtigéabie during inflationary
timeés, to Teward thé lower -paid -employee in. government _
N N e - . - ) . 3 - U o g e Yl g k- -
service.thfough salary increases higher than provided-the-ad-

AR,

8

"

iministrative leadership. This fact, operating together with'the.
~ historical compression- factor of government service charac-
- terized by a fairly small gap-between the top and -bottom:
points on the salary-schedule, works-to-the-detriment-of school - -
~ administrators-in-our incfeasingly-égalitarian. society. While"
. it.is:doubtful'that school. admiinistrators-can.match the rising.

TN e v, Ve

salary-and. fringe benefits, theéy must develop riew techniques. -
of working for-salaty upgrading within thie:context of the ad-
ministrative function and relationship-to-the -school: board:

. rmilitancy: of teachers:in-the area of collective-negotiationsron:

salary places.a practical-ceiling -on the salaries-of :the entire’
-administrative staff. S B

The“right_ to @ voice 'nudiSlg:ig:t,‘vgd?}zﬁiﬁiitibtivq—,,
() policy making consistent with*the imanagement.
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"This new approach must-begin with:the superintendent whose P
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This right to-a voice in administrative policy naking may
‘be provided through the regular reporting relationship of the
administrative staff by organizational techniques, such as vice-
principals’ and principals’ councils, administrative advisory
committees, and regular communications in staff meetings. It
can be done also with the assistance of local administrator
associations. While it is vital to obtain all the relevant input
possible on administrative issues and subject them to the
‘broadest kind of inquiry, as a pracucal matter, decisions finally
‘must be made: The problem is to-gather the most viewpoints
. possible without brmgmg administrative policy-nakingto a
: turtle’s pace or setting-up-a dual system of administration—
one headed by the superintendent and - the -other headed by
the- pres1dent of the local professional - administrators associa-
tion. It -is a delicate balancing, but whatever the method,
communication lines among ‘the -entire administrative staff
must remain-open and 1 jed as a regular and ongoing-process-
. whlle the exclusive, ultimate responsibility of the superin-
tendent-for administrative decision-making must be-preserved

without tarnish.

P

The right to be accorded: the respect and dig-

- nity due a member of an honorable and-learned :
S profession and an individual, sens:twe, human :
: bemg

~

This right seeks to guarantee reasonable -treatment -of
school administrators at all levels by the public and.-the pab-
lic's educational trustees, the school board. The supermtendent
and-the school: board set the tone at public meetings. When a
member of the publjc attempts to v1111fy a-school administra-
tor at a public school board meeting, the person should' be
declared out of order. Insulting and upbraiding statements :
have no place in fact-finding and decision-making.

This is not to raise school administrators above criticism
. or censure, but to- guarantee them a form of public “due
: process” by establishing procedures to channel personal com-

plaints against their performance of assigned responsibilities
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in a-way that permits workable joining of issues and the right

to a fair response. Both of these elements are sloughed when

‘- a-school board encourages or permits personal villification of
Lo school administrators at public school board meetings. A

‘ 'school administrator simply is in no position to trade innuen-
dos or insults with citizens. attending school board meetings

: The “due-process” problems are compounded when the school
administrator under attack is either not present at the-meeting
S or received no-advance notice to-prepare a reasonable defense.
S . Under the administrator’s Bill of Rights, the demotion,
dismissal or -non-reemployment of administrators would be
accomplished in accord with a-known and-precise procedure.
‘Each party to such an action would proceed in- a manner
which had the approvai of the profession. This would-improve
‘school administration and, .in an-indirect but significant way, :
redound to the betterment of the educational program of
America’s public schools. ’
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